Drawing on a knowledge-based perspective of the firm (KBV), this study develops a framework that delineates the interrelationships among 'the roles of individuals as well as organizations,' 'the IT capabilities of knowledge storage/ retrieval,' and 'knowledge creation.' In order to test the feasibility of this framework, we conducted an empirical study. This study employed a survey instrument, which collected data from 1000 respondents from organizations in manufacturing, trade, transportation, service industries, and academic institutions. A total of 271 useable responses were analyzed. The major contributions of this research are to: (a) develop a knowledge management framework based on individual and organizational perspectives; (b) identify the impact of individuals' absorptive capacity, and organizational mechanisms, on knowledge creation; and (c) specify the moderating effect of organizational memory. The implications of the study are provided, and further research directions are proposed.
Introduction
Effective knowledge management is essential to the success of contemporary organizations. A successful knowledge management (KM) strategy identifies a firm's key leverage points for achieving business results [1] [2] [3] . This has caused researchers and practitioners to concentrate on how knowledge is managed. Examples are provided by a variety of studies on knowledge [4] [5] [6] , knowledge process [1, 3, 7] and knowledge management architecture [8, 9] .
A knowledge-based perspective of the firm (KBV) has been widely acknowledged as a suitable theoretical background for studies of knowledge management [2, 4, 10] . This perspective builds upon and extends the resource-based theory of the firm that has emerged in the strategic management literature. KBV advocates that firms are organized to accomplish two distinct goals: the generation of knowledge and the application of knowledge [4] . In addition, KBV assumes that knowledge creation, integration, transfer, and application would benefit companies more than knowledge itself. From the KBV viewpoint, to achieve knowledge creation and application efficiently and effectively, it is critical to conduct social and collaborative processes as well as relying on individuals' cognitive processes that may create, share, amplify, enlarge, and justify the tacit and explicit knowledge within an organization [2, 10] . However, there are relatively few studies identifying the factors that contribute to knowledge creation, conversion, and processes from a KBV perspective. This study aims to fill this gap.
To identify managerial interventions and factors that may have an effect on knowledge creation, conversion, and processes, we examined a variety of related studies [1, 3, 7, 11, 12] in the knowledge management domain. We argued that three kinds of issues might have an impact on knowledge creation: the individual's capability to absorb and share knowledge; organizational learning mechanisms; and the capability of knowledge storage/retrieval. This research addresses two research questions. The first is to understand the roles of individual and the organization in facilitating knowledge creation. The second is to realize the interaction effect of knowledge storage/retrieval on the relationships between individual or organization and knowledge creation.
Literature review and hypotheses development

Knowledge creation and the SECI Model
According to the definitions in [1] , [4] , and [13] , knowledge is dynamic, because it is created through social interactions among individuals and organizations. Knowledge is context-specific, since the information becomes useful and meaningful knowledge only when it is given a context and interpreted by individuals. Some researchers view organizations as distributed knowledge systems [14] , streams of knowledge [15] , and systems of distributed cognition [16, 17] .
Nonaka and Konno [13] consider knowledge to be a 'dynamic human process of justifying personal belief toward the truth.' They further propose a SECI model (Socialization, Externalization, Combination, and Internalization) to represent the continuous and selftranscending processes that usually occur at both the micro and macro levels -an individual (micro) influences and is influenced by the organization (macro) with which he or she interacts.
In order to explore knowledge creation, this study employs Nanaka and Takeuchi's 1995 SECI model [7] for the following three reasons. First, the SECI model has become widely accepted [3] , and it has been used in a number of studies and research areas such as organizational learning [6] , IS (information systems) development and IT (information technology) assimilation [10] , user IT innovation [11] , and organizational knowledge management [1] [2] [3] .
Second, SECI is a comprehensive knowledge management model; it contains diversified characteristics of knowledge management such as knowledge creation, knowledge transfer, and knowledge integration. SECI argues that knowledge is created through the interaction and intersection between tacit and explicit knowledge, following four different modes of conversion: socialization, externalization, combination, and internalization (SECI). Explicit knowledge includes declarative knowledge, facts, or information. It can be expressed in numbers and words and articulated formally in the form of data, specifications, manuals, and the like. In contrast, tacit knowledge contains know-how, procedural knowledge (how to ride a bicycle), insights, and intuitions. It is usually difficult to express and articulate formally, and thus difficult to share [1, 18] .
Socialization (S) is the process of converting existing tacit knowledge into new tacit knowledge. It is usually achieved through shared experience and interacting with other people within or beyond organizational boundaries. The use of apprentices and mentors to share experience and exchange best practice is an example of socialization [1] . Other examples include employee rotation across areas and brainstorming camps. Externalization (E) is the process of articulating tacit knowledge into explicit knowledge. When tacit knowledge is made explicit, knowledge is crystallized, thus allowing it to be shared by others, and it becomes the basis of new knowledge. In addition, externalization contains techniques that help to express ideas or images as words, concepts, visuals, or figurative language (e.g. metaphors, analogies, and narratives). Case-based reasoning, web-based discussion groups, and team collaboration tools are other possible examples [7, 13] .
Combination (C) is the process of converting explicit into more complex and systemic sets of explicit knowledge. Explicit knowledge is collected from inside or outside the organization and then combined, edited or processed to form new knowledge. For example, in order to achieve communication, diffusion, integration, and systemization of knowledge, an organization may provide repositories of information, databases, web pages, and web-accessed data [3, 4, 7] . Internalization (I) is the process of embodying explicit knowledge into tacit knowledge. Through internalization, explicit knowledge created is shared throughout an organization and converted into tacit knowledge by individuals. Learning by doing, on-the-job training, learning by observation, and face-to-face meetings are some examples of how individuals may perform internalization processes [1, 7] .
Finally, the knowledge management of a firm from a KBV perspective may be measured in terms of SECI S.W. CHOU and its influencing factors. As noted by Alavi and Leidner [4] , KBV suggests that individuals as well as organizations may generate useful knowledge by combining and applying their know-how, because the source of competitive advantage resides in the ability to apply existing knowledge effectively to create new knowledge, rather than in the knowledge itself [4, 10, 19] . Since knowledge and expertise are embedded in and carried out through multiple entities and mechanisms including organization culture and identity, routines, policies, systems, documents, as well as the individual's capability to integrate and absorb knowledge [2] , it is crucial to specify the relationship between the knowledge-creating entities and knowledge management.
SECI concentrates on the description of knowledge flows and the processes of creation, transfer, and integration of knowledge. With the help of SECI, a firm may create knowledge that is difficult to imitate and socially complex, which also indicates that SECI is a critical process in producing long-term sustainable competitive advantage. SECI has been elaborated extensively in previous studies [1, 3, 13] , whereas examining SECI from a knowledge-based view of the firm (KBV) has received relatively little attention. In other words, according to KBV, it is necessary to identify the possible mechanisms from both an individual and an organizational perspective that may facilitate SECI. In addition, knowledge storage/retrieval mechanisms also constitute an important aspect of effective knowledge management [4] . Based on the aforementioned rationale, the purpose of this paper is to develop a framework that delineates the relationships among absorptive capacity (individual perspective), organizational learning mechanisms (organizational perspective), and knowledge management. In addition, we also investigate the interaction effect of the capability of knowledge storage/retrieval on the above relationship. Detailed explanations concerning the research framework shown in Figure 1 will be given in the following sections.
The individual's role in facilitating knowledge creation
In the light of KBV, the capability to expand and transfer individuals' knowledge into useable knowledge and apply it to the organization's needs effectively becomes critical [4, [20] [21] [22] . Useable knowledge refers to the potential knowledge within individuals or organizations that have to possess the necessary tacit knowledge to know when and how to use that knowledge. In order for knowledge to be useable, previous studies have suggested the critical role of the individual's absorptive capacity [12, 20] . According to Zahra and George [23] , absorptive capacity consists of acquisition, assimilation, transformation, and exploitation capabilities. As noted by Griffith et al. [20] , absorptive capacity refers to the individual's ability to utilize available knowledge.
While past research has examined absorptive capacity at an organizational level -for example Malhotra et al. [24] investigated the impact of interorganizational process mechanisms (e.g. joint decision making) on absorptive capacity (e.g. acquisition and assimilation) in the supply-chain context -this study focuses on the capability to exchange knowledge and transform potential team knowledge into useable knowledge from an individual perspective. The reasons are two-fold. First, a previous study [24] shows that absorptive capacity has a significant effect on the exchange of rich information among individuals. However, the effect of absorptive capacity lies deep in the capability to exchange knowledge between a source and a recipient unit [25] . Thus, it seems that an individual's capability to transfer and receive information or best practice plays a critical role in facilitating knowledge creation. Second, in order to create knowledge, we emphasize the need to overcome effectively and efficiently the lack of absorptive capacity at an individual level. Because there is relatively little research that examines knowledge creation from the perspective of eliminating the obstacles that may impede an individual's absorptive capacity, our study aims to fill this gap.
The arguments concerning absorptive capacity are mainly based on Griffith et al. [20] and Szulanski [25] . According to their theory, the success of absorptive capacity can be manifest in several different situations, four of which may have an impact on knowledge creation and sharing [8, 9, 26] . The first one is the 'initiation process' of knowledge transfer that begins when both a need and the knowledge to meet that need coexist within the organization, possibly undiscovered. In order to discover the need, a search for the potential solutions that lead to the finding of superior knowledge may be triggered. The discovery of superior knowledge may reframe as unsatisfactory a previously satisfactory situation [22, 27, 28] . The second one is activity to implement the transferring of best practice. This stage begins with the decision to transfer practice, which refers to the organization's routine use of knowledge and often has a tacit component, embedded partly in individual skills and partly in collaborative social arrangements [29, 30] . In order to achieve effective resources flow between the recipient and the source, transfer-specific social ties between the source and the recipient are established and the transferred practice is often adapted to suit the anticipated needs of the recipient [31, 32] .
The third type occurs during the ramp-up activities that begin when the recipient starts using the transferred knowledge. During this stage, recipients will be predominantly concerned with identifying and resolving unexpected problems that hamper their ability to match or exceed post-transfer performance expectations [33, 34] . A recipient is likely to use the new knowledge ineffectively at first, but gradually improve performance, ramping up toward a satisfactory level [33, 35, 36] . The recipient uses the ramp-up stage to rectify unexpected problems [34] .
Finally, the absorptive capacity of knowledge and practice may need the activities of integration that begin after the recipient achieves satisfactory results with the transferred knowledge. According to Berger and Luckman's theory [37] , the gradual routinization of the transferred knowledge is apparent in every recurring social pattern. As time passes, recipients build up a shared history by jointly utilizing the transferred knowledge [24, 25, 30, 37] . From the above analysis, we have the first hypothesis: Hypothesis 1: an individual's absorptive capacity is positively related to knowledge creation.
The organization's role in facilitating knowledge creation
Considering the role of an organization in facilitating KM, organizational mechanisms (OM) have been proposed [2, 11, 30, 38] . Although a variety of organizational mechanisms and processes may have some impact on knowledge creation, the organizational mechanism in this study is defined as a structural arrangement or a variety of design actions to facilitate interactions and knowledge exchanges among organizational members. This is because our study employs KBV as its basis. Based on KBV, the organization that adopts appropriate managerial interventions may play the role of facilitating the generation and the application of knowledge, which in turn suggests that this type of organization may have a better chance of gaining competitive edge. Empirical studies also indicate that mechanisms concerning learning and knowledge acquisition can exhibit differential efficacy with regard to the outcomes of knowledge creation [2, 3] . A variety of mechanisms are defined, such as an IT steering committee [39] , a relationship manager [40] , or an advanced technology group [23] , as well as specific activities such as sending users to IT conferences and trade shows [41] . Empirical studies also suggest that mechanisms may have a positive impact on organizational efficacy. For example, visionary teams (e.g. IT steering committees) may support a strategic focus for organizational members and facilitate the integration of management and technical knowledge [42] . Mechanisms that establish partnerships (e.g. the relationship manager) support the maintenance of dialog between users and IS providers, while training and learning activities (e.g. attending conferences or trade shows) may provide awareness of working practice [4] . Thus, we have the second hypothesis:
Hypothesis 2: the effect of OM is positively related to knowledge creation.
Memory -the capability of knowledge storage/retrieval
One of the important streams of research concerning knowledge management is into the role of IT capabilities in affecting knowledge transfer, storage/retrieval, creation, and application [3, 4, 43] . Empirical studies report that while organizations create knowledge and learn, they also forget; i.e. they lose track of important and acquired knowledge [44, 45] . Thus, the storage, organization, and retrieval of organizational knowledge, also referred to as organizational memory, constitute an important aspect of effective organizational knowledge management [46] . Advanced storage technology and sophisticated retrieval techniques, such as e-mail, Intranet, query language, multimedia databases, expert systems, and databases management systems,
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can be effective tools in enhancing the capabilities of knowledge storage/retrieval. These IT capabilities can help an individual to retrieve and categorize useful information. On the other hand, from an organization perspective, both explicit knowledge (e.g. organizational archives of annual reports) and context-specific knowledge (e.g. the specific circumstances of organizational decisions and their outcomes, place, and time) can be applied and exploited, which may avoid the waste of organizational resources in replicating previous work.
According to the theory proposed by Robey et al. [28] and Stein and Zwass [40] , memory has diverse forms, which may include common representation schemes for the capture of knowledge, and business intelligence technologies that support knowledge regarding a firm's competition and environment. Memory may have a positive or a negative effect on knowledge acquisition and conversion. On the positive side, memory can store and reapply workable solutions in the form of standards and procedures, which in turn may expedite the completion of a task. In addition, basing organizational change on, and relating it to, past experience facilitates the implementation of change.
On the other hand, memory may have a negative effect on the KM of both individual and organization.
At the individual level, this is because an appropriate decision may depend on context-specific and situated knowledge, so memory that does not provide such knowledge can result in decision-making bias [47] . In addition, individuals that are overly dependent on the formal representations of knowledge may lose the chance to acquire the knowledge residing in the heads of experienced employees.
At the organizational level, memory may include a variety of components such as organizational culture, transformations (production processes and work procedures), structure (formal organizational roles), ecology (physical work setting) and information archives (both internal and external to the organization) [46] . According to institutional theory [6, 48] , the behavior of individuals within organizations is significantly influenced by the prevailing organizational norms, values, culture, and procedures. Thus, memory may lead to stable, consistent organizational cultures that are resistant to change or the acceptance of new knowledge [49] . Based on the above analysis, we have the third and fourth hypotheses: Hypothesis 3: memory has an interaction effect on the relationship between an individual's absorptive capacity and knowledge creation.
Hypothesis 4:
memory has an interaction effect on the relationship between OM and knowledge creation.
Research methodology
This study proposes an integrated research framework that identifies the relationships among absorptive capacity, organizational mechanisms, knowledge retrieval/storage, and knowledge creation. The basic rationale of this study is to examine the possible impacts on knowledge creation from both individual and organizational perspectives. In addition, we also argue that memory moderates the impact of absorptive capacity and organizational mechanisms on knowledge creation.
Data were collected from firms in Taiwan through a survey instrument. An initial version was developed based on the theory-grounded operationalization of the various constructs. The instrument used to measure absorptive capacity was adapted from Griffith et al. [20] , Szulanski [25] and Zahra and George [23] . In terms of the measurement of organizational mechanisms, we employed the theory and empirical studies proposed by Gold et al. [2] and Nambisan et al. [30] . In order to measure the capability of knowledge storage/retrieval, we adopted methods used in past research [4, 28, 40] . Finally, the constructs of knowledge creation were operationalized on the basis of related studies [1, 7] . This version was subsequently revised through pre-testing with academic and industrial experts who have knowledge concerning 'absorptive capacity', 'organizational mechanisms', 'organizational memory', and 'knowledge creation'.
The instrument was further pilot tested with employees holding various positions in different firms. The multiple phases of instrument testing and development resulted in a significant degree of refinement and restructuring of the survey instrument as well as establishing the initial content validity [50] .
The responding firms represented a wide variety of organizations in manufacturing, trade, transportation and service industries, computer industries, finance, and academic institutions. The majority of the respondents held bachelor degrees. There was an even distribution among the types and sizes of these organizations. Table A1 in the Appendix illustrates the sample demographics. Respondents were asked to indicate their opinions on a five-point scale ranging from (1) strongly disagree to (5) strongly agree. Questionnaires were sent via mail to 1000 middle managers. The mailing list was created by randomly selecting current members of EKMsmea, an e-business and knowledge management association of small and medium enterprise administration in Taiwan. The reason for selecting EKMsmea is that the members generally have experience and expertise in knowledge management and in using information technology to facilitate knowledge management. In addition, most of these members are middle managers or CEOs. Returns were made via self-addressed return envelopes. Confidentiality was assured. A total of 271 useable responses were analyzed, providing a response rate of 27.1%. Given that the survey was unsolicited and the instrument is quite complex, this response rate can be considered satisfactory and comparable to other studies in IS (information systems) research.
Results: validity and reliability
In order to operationalize the constructs of our research model, we employed factor analysis. Principal components factor analysis with factor extraction and VARIMAX rotation was conducted to examine unidimensionality and convergent and discriminant validity. The four commonly employed decision rules were applied to identify the factors [50] : (1) minimum eigenvalue of 1; (2) minimum factor loading of 0.4 for each indicator item; (3) simplicity of factor structure; and (4) exclusion of single item factors.
Factor loadings indicate the correlation between the original variables and the factors, and the key to understanding the nature of a particular factor. Thus, loadings also suggest the degree of correspondence between the variable and the factor, with higher loadings making the variable representative of the factor. The results of factor analysis relating to unidimensionality/convergent validity are shown in Tables A2-A5 in the Appendix. According to [50] , nomological validity refers to the degree that the summated scale makes accurate predictions of other concepts in a theory-based model. A joint domain analysis was performed, including all of the terms used to develop the research constructs. While there is no generally accepted standard for significance of factor loading, a common cutoff value of 0.5 is selected as long as the items do not also load greater than 0.4 on other factors [50] . As indicated in Tables  A2-A5 , the principal components analysis produced the variance for the related constructs in the research framework. The values of the respective constructs are 24.086% (organizational mechanisms), 12.404% (absorptive capacity), 39.246% (knowledge creation), and 31.494% (memory) respectively. Eigenvalue represents a column sum of squared loadings for a factor. Only the factors having eigenvalues greater than 1 are considered significant; all factors with eigenvalues less than 1 are considered insignificant and are disregarded [50] . As indicated in Tables  A2-A5 , the eigenvalues of these tables are all greater than 1. Thus, the number of factors extracted seems appropriate.
According to [50] , the reliability of the summated scales is best represented by Cronbach's α. Reliability was evaluated by assessing the internal consistency of the indicator items of each construct by using Cronbach's α, as shown in Table A6 . The result provides significant support for factorial/discriminant validity of the measurement scales (see Tables A2-A5) .
The results of factor analysis relating to user involvement, cognition, organizational mechanisms, and knowledge creation are briefly described below: (1) Absorptive capacity: as shown in Table A3, 10 items are used to represent an individual's absorptive capacity. The factor loadings are between 0.504 and 0.76, suggesting that the variables in A3 are appropriate to represent the 'absorptive capacity'. As can be seen from Table A6 , the reliability of these measures is at a satisfactory level. The mean value of the overall measurement of knowledge cognition is 4.04, showing that, on average, the respondents believe that their companies have enough cognition concerning the absorptive capacity of knowledge. (2) Organizational mechanisms: in Table A2, 18 items are used to represent various organizational mechanisms. The factor loadings of the variables in A2 are between 0.567 and 0.802, indicating these variables are adequate to represent organizational mechanisms. As can be seen from the table, the reliability of these measures is at a satisfactory level. The mean value of the overall measurement of OM is 3.56, suggesting that, on average, the respondents believe that their companies provide enough OM. (3) Organizational memory: in Table A5 , seven items are used to represent the memory capability of IT. The factor loadings of the variables are between 0.510 and 0.874, indicating that these variables are proper to represent knowledge storage/ retrieval capabilities. The reliability of this construct is at a satisfactory level. The mean value is 3.65, indicating that, on average, the respondents
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believe that their firms provide useful organizational memory. (4) Knowledge creation (KC): as shown in Table A4, 15 items are selected to represent various elements of knowledge creation or SECI. The factor loadings of the variables in A4 are between 0.456 and 0.731, suggesting these variables are adequate to represent knowledge creation. As can be seen from the table, the reliability is satisfactory. The mean value of the overall KC measurement is 3.80, indicating that, on average, the respondents believe that their companies provide well-established SECI. In order to test the feasibility of the framework, as shown in Figure 1 , we employed multiple regression analyses. To meet the assumptions of regression analysis, we examined linearity, constant variance, and normality. The result suggests that linearity is guaranteed because the scatter plots of individual variables do not report any non-linear relationships. Plotting the studentized residuals against the predicted value indicates that no variable violates the constant variance. The result from the normal probability plot and Kolmogorov-Smirnov tests shows no violation of normality (statics = 0.060-0.097, p > 0.200). In addition, the result of the collinearity test (VIF = 1.431-3.733) indicates no multicollinearity problem. Table 1 illustrates the results of two separate simple regressions, showing that both absorptive capacity (AC) (β = 0.276, p = 0.0001) and OM (β = 0.654, p = 0.0001) are positively related to knowledge creation (KC). On the other hand, the impact of OM is greater than that of AC on KC. Therefore, both hypotheses 1 and 2 are substantiated.
In order to test the interaction effect of memory, this study employed moderated multiple regression. The results of examining the interaction effect of memory capabilities, which serve as a moderating variable between AC (or OM) and knowledge creation, are shown in Tables 2 and 3 . The results indicate that organizational memory has an interaction effect on the relationship between OM (p = 0.006) and knowledge creation, whereas organizational memory does not have an interaction effect on the relationship between AC (p = 0.275) and knowledge creation. Therefore, hypothesis 4 is substantiated, but hypothesis 3 is rejected.
Discussion
The implications of this study are three-fold. First, it provides a feasible model that can integrate and apply existing knowledge effectively. Drawing on KBV, we suggest that both the individual's absorptive capacity and organizational level mechanisms have a positive impact on knowledge creation. From the individual viewpoint, our findings extend past research [20, 23, 25] , which implies that members of organizations can eliminate the difficulty of transferring knowledge within the organization by employing appropriately designed absorptive capacity. Our results report that the capability to transfer and apply best practice can even facilitate knowledge creation. In addition, according to the result of hypothesis 3, the capability of knowledge storage/retrieval does not have any significant interaction effect on the relation between absorptive capacity and knowledge creation. This finding seems to show that IT capability (i.e. capability of knowledge storage/retrieval) does not directly influence the individual's ability to utilize available knowledge. Other cultural factors, such as collaboration and trust, may have a greater impact than organizational memory does. Our results confirm KBV by pointing out that knowing -the ability to put knowledge into practice -is much more important than the knowledge itself. Second, we have identified 18 types of OM facilitating knowledge creation, as shown in Table A2 . These items stand for a variety of mechanisms from the organizational perspective that can facilitate users' knowledge creation and application. In other words, individuals' knowledge creation activities can be encouraged through appropriately designed mechanisms. With the help of OM, team learning and the turning of tacit and explicit individual knowledge into team-level knowledge can be achieved more effectively. In addition, our findings also report that organizational memory has a significant impact on the relationship between OM and SECI. These results confirm the argument [5, 20] that the repositories for information and knowledge that organizations have acquired and retained provide the context and foundation for knowledge creation and application within individuals and teams.
For example, some mechanisms can facilitate the acquisition of context free knowledge of a firm [11] , such as subscribing to general and advanced IT journals and encouraging employees to attend IT conferences and trade shows. In addition, OM can help organization members to acquire knowledge about the applications of IT in the general business/industry (external) context. This type of OM ranges from acquiring new IT deployment opportunities from IT conferences/trade shows, or inviting IT vendors to demonstrate new technologies and related applications, to cooperating with external agencies to develop IT applications. Other types of OM acquire knowledge about the application of IT in an organization's own (internal) context and perform knowledge conversion. For example, a strategic IT planning team can establish the linkage between a firm's strategic objectives and its IS portfolio; a customer support unit helps users to channel their feedback to the internal IS group, or to achieve their day-to-day IS operations, while IT benchmarking projects sanction surveys and studies of IT practices in peer/competitor firms and the like (see Table A2 ).
Finally, with the help of our findings, Nonaka and Takeuchi's [7] SECI model becomes more feasible and concrete. In addition, in order to implement this model in a more efficient and effective way, this study establishes a framework which analyzes knowledge creation from three different aspects -individual, organization, and IT capabilities -based on relevant theory [1, 3, 4, 18, 43, 51, 52] . Our findings indicate that organizational level knowledge exchange has much more influence on knowledge creation than that at the individual level. In addition, IT capabilities moderate the effects of knowledge transfer only at the organizational level. Our study also implies that when the ontology of knowledge creation becomes broader, i.e. when knowledgecreating entities exist from individual level to organizational level, more knowledge creation processes will follow. In order to manage and facilitate knowledge creation effectively, both individual and organizational level activities are important; however, the latter are more important than the former.
Limitations
There are three limitations in this study. First, the results may be skewed due to potential response biases associated with the informants, who are not diverse enough to provide all the necessary information about user involvement, cognition of knowledge, and organizational mechanisms. Diversified informants and structured methods of triangulation are perhaps the best methods to obtain appropriate data regarding user involvement, cognition of knowledge, and organizational mechanisms. Second, our study may not present a comprehensive description of individual characteristics as well as organization mechanisms. We developed the content of organizational mechanisms according to Nambisan et al. [30] , Subramani et al. [12] , and Raghunathan [32] . In addition, the theory of absorptive capacity comes from Griffith et al. [20] , Szulanski [25] and others. Since the factors that may influence knowledge creation vary a lot [52, 53] , our study only provides the contingency that has an impact on knowledge creation. In order to establish a more comprehensive model concerning knowledge management, we may need more theory and empirical research to examine the interrelationships among individuals, organizations, and knowledge creation. Finally, while this study investigates the interaction effect of memory on knowledge creation, there are still other factors that may intervene in the knowledgecreating processes. For example, as noted in previous research (Griffith et al. [20] , and Nonaka and Takeuchi [7] ), social networks may facilitate knowledge creation. With the help of informal social networks and mutual interaction among individuals, the individual's explicit and tacit knowledge transform and build upon one another to form social-and organizational-level knowledge. This study has assumed that the capability of knowledge storage/retrieval is the intervening variable playing the most fundamental role in knowledge creation. However, organizational culture and capability of human information processing may also exert an interaction effect. We may test these variables in a future study.
Conclusions
Drawing on KBV, this study has investigated the role of individuals and organizations in facilitating knowledge creation. More specifically, we have employed the individual's absorptive capacity to represent the characteristics of individuals [12, 20, 54] . On the other hand, we have used organizational mechanisms to represent a variety of design actions provided by organizations that may influence IT users' knowledge creation [11] . We have also examined the effects of organizational memory [2, 43] , which serve as a moderating variable between the characteristics of individuals or organizations and knowledge creation.
The major contribution of this study is the embodiment of a conceptual framework, which specifies the relationships among individuals' absorptive capacity, OM, knowledge storage/retrieval capabilities, and knowledge creation. As mentioned in the preceding section, practitioners may design activities based on the findings from organizational mechanisms to facilitate knowledge creation. In addition, our findings suggest how to implement absorptive capacity effectively, which in turn may help create knowledge. The implications for theory development include extensions and refinement of the ideas proposed in different streams of research: absorptive capacity [54] , organizational mechanisms [11, 55] , IT capability [4, 43] as well as knowledge creation [1, 3, 13, 18, 51] . Future research may contain more diverse individual as well as organizational knowledge transferring mechanisms. In addition, the context variables that influence the relationship between the aforementioned variables also deserve further analysis. The transfer of practice from source to 0.760 recipient was amply justified 4 Recipient recognized source's expertise on 0.738 practice
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